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SANTRAUKA 

Straipsnyje aptariama organizacijos kulturos nevalstybinese 
kolegijose bruozai, struktura, funkcijos bei kOrimo ypatumai. 
Pateikiamas organizacijos kulturos empirinio tyrimo nevals- 
tybinese kolegijose duomeng apibendrinimas ir isvados. 

PAGRINDINiy SAVOKy APIBREZIMAI 

• Kolegija - aukstoji mokykla, kurioje dominuoja auksto- 
sios neuniversitetines studijos. 

• Kuitura- specifine zmonig grupes mqstymo budo israis- 
ka, atitinkanti bendrus tos grupes orientyrus bei vertybes; 
j Lj kalba, idejos, elgesio normos ir taisykles, ritualai, pa- 
prociai, simboliai. 

• Organizacija- pastovus stabilus kolektyvas, turintis ais- 
kg tikslq, savitq strukturq ir kulturq. 

• Organizacijos kuitura- organizacijos nariams supranta- 
ma ir priimtina vertybig sistema, sqlygojanti kryptingq or- 
ganizacijos veiklq, besiremianti organizacijos istorija, tra- 
dicijomis ir pan., padedanti issiskirti is kitg organizacijg. 

• Socialine sistema - organizacijg kuitura (vertybes, nor- 
mos, poziuriai, lukesciai) ir socialinig santykig tarp zmo- 
nig ir jg grupig kokybe (elgsena ir komunikacija). 

• Studijg kokybe - sqlygq, suteikiamg asmens saviugdai 
pletoti ir kvalifikacijai jgyti kolegijoje, tinkamumas. 

• Studijg kokybes dimensijos - aukstosios mokyklos (ko- 
legijos) veiklos sritys, reiksmingos studijg kokybei ir is es- 
mes lemiancios studijuojancio asmens saviugdq bei jgy- 
jamq kvalifikacij^. 

• Studijg kokybes vertinimo kriterijai- pozymiai, kuriais re- 
miantis nustatoma studijg aplinkos arba atskiros aukstosios 
mokyklos (kolegijos) tarn tikros veiklos srities bukle. 

• Vertybes - individo gyvenimui ir socialiniam bendravi- 
mui butinos taisykles, elgesio normos, orientavimosi mo- 
deliai. 

• Visuotines studijg kokybes vaidymas - konkrecios val- 
dymo funkcijos (planavimas, organizavimas, motyvavimas 
ir prieziura), derinamos su individualia veikla ir organiza- 
cijos tikslais. 


ABSTRACT 

The article is intended to discuss the features, structure, functions 
and developmental peculiarities of organizational culture in private 
colleges. A summary and conclusions of empirical research into 
organizational culture in private colleges are presented. 

DEFINITIONS OF KEY WORDS 

• College - a higher education institution where higher non- 
university studies dominate. 

• Culture - a specific manifestation of human group thinking, 
congruent with common landmarks and values of the group; its 
language, ideas, behaviour norms and rules, customs and 
symbols. 

• Organization - a stable collective who has a clear objective, 
unique structure and culture. 

• Organization culture - a value system, understandable and 
acceptable to the members of organization, which determines a 
purposeful activity of the organization and is based on its history, 
traditions, and etc. and helps to single out one organization from 
others. 

• Social system- organization culture (values, norms, approaches, 
expectations) and quality of social relations between people and 
their groups (behaviour and communication). 

• Study quality- pertinence of conditions provided for person’s 
self-education development and obtaining a qualification in the 
college. 

• Study quality dimensions -higher education institution (college) 
activity areas, important for study quality and having essential 
impact upon the student’s self-education and acquired qualifi- 
cation. 

• Study quality assessment criteria - features used as the basis 
for determining the state of study environment or of a certain activity 
area at a higher education institution (college). 

• Values- rules, behaviour norms, orientation models, necessary 
for the life and social communication of an individual. 

• Total study quality management - concrete management 
functions (planning, organization, motivation and supervision) 
matched with individual activity and goals of the organization. 
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jVADAS 

Kolegijos jau isitvirtinusios Lietuvos svietimo sistemo- 
je. Pazvelgus j dabartinq kolegijq padetj Lietuvoje, gali- 
ma teigti, kad organizacijos kulturos kurimas jose yra 
aktuali teorine problema, kuri analizuojama per mazai. 
Kadangi kolegijos siekia atitikti aukstojo mokslo stan- 
dards, t.y. tenkinti aukstojo mokslo institucijoms kelia- 
mus reikalavimus, organizacijos kulturos kurimo meto- 
dologija galetq buti efektyvi priemone, stimuliuojanti jq 
veiklq, ir leistu patobulinti studijq kokybes sistemq. 

Reikia pripazinti, kad kolegijos nuo pat savo atsi- 
radimo turejo maziau autonomijos ir buvo labiau re- 
guliuojamos valstybes negu universitetai. Kolegijq 
statutai buvo labiau ribojami jau kurimosi stadijoje. 
Jos (ypac nevalstybines) labiau priklauso ir nuo darb- 
daviq bei jq organizacijq. Cia studento statusas nera 
toks svarbus kaip universitete, o destytojas nesti 
auksciausias autoritetas. Tai susijp su kolegijq, kaip 
naujo aukstojo mokslo sektoriaus Lietuvoje, galimy- 
bemis ir problemomis, kurioms galima priskirti ir or- 
ganizacijos kulturos kurimq bei visuotinj studijq ko- 
kybes valdymq. Tyrimo, aprasomo siame straipsny- 
je, moksling problem^ sudaro atsakymai j siuos klau- 
simus: 

1. Kokia organizacijos kultura kuriama nevalstybi- 
nese kolegijose? 

2. Ar kolegijos jtvirtina stiprios organizacijos kultu- 
ros elementus: placiai pripazjstamq ir aiskiq organiza- 
cijos filosofijq, jos nariams priimtinas puoselejamas ver- 
tybes? 

3. Ar kolegijos sugeba sukurti issamiq ir placiq ben- 
drq organizacijos vertybiu sistemq? 

4. Ar kolegijose uztikrinamas akivaizdzios kulturos 
puoselejimas ir pletote? 

5. Ar kolegijose kuriama studijq kokybes valdymo 
sistema, siejama su organizacijos kultura? 

Sio straipsnio tikslas: jvertinti organizacijos kultu- 
ros buklg ir jos kurimo galimybes nevalstybinese kole- 
gijose. Jam pasiekti keliami sie uzdaviniai: 

1 . Isanalizuoti organizacijos kulturos kurimo kolegi- 
jose teorines prielaidas. 

2. Istirti kuriamq organizacijos kulturq nevalstybine- 
se kolegijose remiantis kolegijq ypatumais ir vidines or- 
ganizacijos kulturos analizes lygmenimis. 

Tyrimo objektas: organizacijos kulturos kurimo pro- 
cesas nevalstybinese kolegijose. Sios kolegijos pasi- 
rinktos del tokiu priezasciq: 

1. Privataus svietimo pletros Lietuvoje ir visoje Eu- 
ropoje. 

2. Nevalstybiniq kolegijq kaip mokslo ir studijq ins- 
titucijq naujumo. 

3. Nevalstybiniq kolegijq kompaktiskumo, daugybes 
subkulturq jose nebuvimo. 

4. Vieno is straipsnio autoriq destymas nevalstybi- 
neje kolegijoje. Tai leido geriau pazinti organizacijos kul- 
turq. 

Tyrimo metodai: mokslines literaturos ir dokumen- 
tu analize, apklausa rastu (anketavimas), stebejimas, 
antriniq dokumentq analize, kiekybine ir kokybine duo- 
menu analize. 


INTRODUCTION 

Colleges have already been firmly established in the Lithua- 
nian system of education. A closer look at the current state 
of colleges in Lithuania allows noticing that organization 
culture development is a relevant theoretical problem which 
has received too little attention up to now. As colleges aim 
at meeting higher education standards, i.e. the require- 
ments set for higher education institutions, organization 
culture development methodology could be an efficient 
means in stimulating their activity and ensuring the improve- 
ment of the study quality system. 

It is necessary to acknowledge that since their incep- 
tion colleges have had less autonomy and have been regu- 
lated by the state more than universities. College statutes 
were more restricted already at the beginning of their es- 
tablishment. They (particularly private colleges) depend on 
their employers and their organizations more. Here the stu- 
dent’s status is not as important as at university, and the 
teacher is not the highest authority. The mentioned above 
opportunities and problems of colleges, as a new sector of 
higher education in Lithuania, are related to the develop- 
ment of organization culture and total study quality man- 
agement. The research problem of the research described 
below can be formulated in the following questions: 

1. What organization culture is created in private col- 
leges? 

2. Do colleges embed the elements of strong organi- 
zation culture: broadly recognized and clear organiza- 
tion philosophy, values acceptable and upheld by their 
members? 

3. Do colleges manage to create a comprehensive and 
broad system of common organization values? 

4. Is the nurturance and development of obvious cul- 
ture ensured in colleges? 

5. Is the study quality management system, created in 
colleges, related to organization culture? 

The purpose of this article is to evaluate the state of 
organization culture and opportunities for its development 
in private colleges. The following objectives were set to 
achieve the purpose: 

1 . To analyse theoretical assumptions for organization 
culture development in colleges. 

2. To investigate the organization culture in colleges 
that is currently under development with reference to col- 
lege peculiarities and levels of internal organization cul- 
ture analysis. 

The object of the research is the following: the process 
of organization culture development in private colleges. 

The colleges were chosen due to the following reasons: 

1. Development of private education in Lithuania and 
the whole Europe. 

2. Private colleges, as science and study institutions, 
are a recent phenomenon in Lithuania. 

3. One of the authors is currently teaching at a private 
college. This allowed to better cognize organization cul- 
ture. 

Research methods: scientific literature and document 
analysis, written survey (questionnaire), observation, analy- 
sis of secondary documents, quantitative and qualitative 
data analysis. 


146 


AUKSTOJO MOKSLO KOKYBE • THE QUALITY OF HIGHER EDUCATION • 2005/2 


1 

ORGAN IZACIJOS KULTUROS SAMPRATA 

Kalbant apie organizacijos kulturos esmq, svarbu at- 
sizvelgti j jos svarbiausius bruozus: 

• tai abstraktus fenomenas, formuojantis organi- 
zacijos kaip „isskirtines, nepakartojamos“ suvokimq; 

• tai bendrij nuostatq ir vertybiq sistema, apimanti 
visq organizacijos veiklq; sia sistema vadovaujasi or- 
ganizacija siekdama bendrij tikslq; 

• ji atsispindi isoriniuose organizacijos elementuo- 
se: jos jkurimo ir raidos istorijoje, kalboje, simboliuo- 
se, fizineje aplinkoje ir kt.; 

• jai budingas tpstinumas: organizacijos kulturos 
perdavimas kitiems nariams pagrjstas socializacija; 

• ji yra kintanti, susijusi su aplinka ir veikiama jos, 
todel gali padeti organizacijoms atsizvelgti j aplinkos 
kitimq bei prie jos prisitaikyti. 

Formuluojant issamq organizacijos kulturos api- 
brezimq vertetq ivertinti jvairiu mokslininkq poziurius j 
sios sqvokos sampratq. Organizacijos kulturos sqvo- 
kos reiksmiq jvairove yra atsiradusi todel, kad jq sa- 
vaip supranta skirtingu mokslo sriciq tyrinetojai: va- 
dybininkai, sociologai, psichologai, antropologai (Pau- 
lauskaite, Vanagas 1998, p. 50). Jq atliekamq tyrimq 
aspektai yra nevienodi del skirtingq paciq tyrejq tiks- 
lu, interesu, jq filosofiniu nuostatq. Taigi organizacijos 
kulturos apibrezimas negali buti vienareiksmis, nes tai 
koherentiska tyrimq sritis. Taciau sqvokos neapibrez- 
tumas nera ta priezastis del kurios pati problema ne- 
butq tyrinejama (Hopkins, Ainscow, West 1998, p. 
125). 

Kaip jau buvo galima jsitikinti, apie organizacijos 
kulturos objektq esama ir tarn tikrq nuomoniq sutapi- 
mu. Daugelyje musq analizuotu jvairiq autoriq (Targa- 
madze 1996; Juceviciene ir kt., 2000) darbu organi- 
zacijos kulturos pagrindu, ypac kai formuluotes siau- 
ros, laikomos vertybes (1 lentele): 


1 

CONCEPT OF ORGANIZATION CULTURE 

Discussing the essence of organization culture, it is impor- 
tant to take into account its key features: 

• it is an abstract phenomenon, forming the perception 
of organization as “exceptional and unique”; 

• it is a system of common dispositions and values em- 
bracing the activity of the whole organization; organization 
is guided by this system in pursuit of its common goals; 

• it is reflected in external organization elements: in its 
establishment and development history, language, symbols, 
physical environment, and etc; 

• its characteristic feature is continuity or transfer of or- 
ganization culture to other members, based on socialization; 

• it is changing, related to environment and affected by 
environment, thus it can help organizations to take due ac- 
count to the changes in the environment and adapt to them. 

Formulating a comprehensive definition of organization 
culture approaches, it is worth evaluating approaches of 
various scholars to the understanding of this concept. The 
variety of meanings of organization culture concept has 
emerged due to the situation that researchers of different 
areas of science understand it differently: managers, soci- 
ologists, psychologists, and anthropologists (Paulauskaite, 
Vanagas 1998, p. 50). The aspects of research performed 
by them are unequal owing to different goals, interests and 
philosophical dispositions of researchers themselves. Thus, 
the definition of organization culture cannot be homologous 
as this research area is coherent. However, indeterminacy 
of the concept is not the reason why the problem could not 
be researched (Hopkins, Ainscow, West 1998, p. 125). 

As it is evident, there exist different opinions about the 
object of organization culture, in some cases opinions coin- 
cide. A number of the various authors (Targamadze 1996; 
Juceviciene et al., 2000), on the basis of work organization 
culture, particularly when formulations are narrow, distinguish 
the following values (Table 1): 


1 lentele. Organizacijos kulturos apibrezimai 
Table 1. Definitions of organization culture 


APIBREZIMAS 

AUT0RIUS, METAI 

DEFINITION 

AUTHOR, YEAR 

Stiprios, placiai pasklidusios vertybes. 
Strong, common values. 

Reiily, 1983 

Dominuojancios vertybes, perteikiamos pasakojimy, atsiminimq forma. 
Dominating values, transmitted in the form of narratives and reminiscences. 

Peters, Waterman, 1983 

Tai vertybes ir nuostatos, kurios lemia organizacijos santykiq su aplinka turinj. 

There are values and dispositions which determine the content of organization’s relation with the environment. 

Quinn, 1988 

Organizacijos nariq filosofija, ideologija, vertybes, normos, kurios sieja organizacijq j vienq visumg. 
Philosophy, ideology, values, norms of the members of organization which link organization into one whole. 

Smirich, 1989 

Simboliais, tradicija, istorija, sukuriamos organizacijos vertybes ir normos dirbantiesiems. 

Organization values and norms for employees are created with the use of symbols, tradition, and history. 

Ouchi, 1981 

Esminiq vertybig sistema, kuria vadovaujasi organizacija ir kuri yra pripazjstama organizacijos nariq, 
daro jtakq jg elgesiui ir yra palaikoma organizacijos istorijos, mitg bei pasireiskia per tradicijas, 
ceremonijas, ritualus irsimbolius. 

A system of essential values which guides the organization and is recognised by organization members, 
makes impact upon their behaviour and is maintained by the organization history, myths and manifests itself 
through traditions, ceremonies, rituals and symbols. 

Juceviciene, 1996 
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Remiantis M. Alvesson (Paulauskaite, Vanagas, 
1998, p. 50) organizacijos kultura placiqjq prasme yra 
egzistuojanciq priimtu ir ismoktu vertybiq, reiksmiu ir 
sampratq pasaulis, kuriame zmones gauna informaci- 
jq ir kuris yra perteikiamas, atkuriamas is dalies sim- 
boline forma. 

Vienqpirmujq, organizacijos At//<fJrosapibrezimq, da- 
bar laikomq klasikiniu, pateike E. H. Schein (Simans- 
kiene, 2002, p. 29; Paulauskaite, Vanagas, 1 998, p. 50). 
Pasak jo, organizacijos kultura - tai kertiniq jsitikinimq 
modelis, isugdytas ar atrastas grupes zmoniu, jiems kar- 
tu sprendziant savo problemas, susijusias su islikimu 
isorineje erdveje bei integravimusi jos viduje; kurj laikq 
jau veikqs ir buvqs rezultatyvus, sis modelis turi buti per- 
duotas naujiems nariams kaip vienintelis teisingas bu- 
das pajausti, suvokti ir sprqsti grupes problemas. 

L. Simanskienes (2002) teigimu, sqvoka organizaci- 
jos kuiturakai\ kuriu mokslininkq darbuose vartojama ne- 
sigilinant j jos esmq. Reiketq skirti sqvokas organizaci- 
jos kultura ir organizacine kultura , nes jos nusako skir- 
tingus dalykus. Anot sios autores, organizacijos kultura 
tai savaime susiklosciusi zmoniq bendravimo forma, ver- 
tybes, poziuriai, o organizacine kultura -tai organizaci- 
jos vadovybes sqmoningai sukurta kultura, kuri gali buti 
savita, issiskirti is kitq panasiq organizacijq kulturos. 
Straipsnio autoriai mano, jog klaida atsirado del nepa- 
kankamo vadybos teoriju ismanymo ir anglq kalbos mo- 
kejimo. Skirtingas sqvoku traktavimas leistu tiksliau api- 
brezti tyrimo objektq. Siame straipsnyje vis del to varto- 
jama sqvoka organizacijos kultura. Ji nera organizaci- 
nes kulturos atitikmuo, o tiesiog pasirinkta kaip plates- 
ne sqvoka, reiskianti visuminq organizacijos kulturq. 

Nuo pacios organizacijos kulturos tyrinejimu pra- 
dzios sios srities tyrinetojus taip pat domino klausimas, 
ar organizacija turi kulturq, ar ji pati yra kultura. Ameri- 
kos mokslininkai, besilaikantys kintamojo dydzio poziu- 
rio, teigia, jog organizacija turi savo kulturq. Tai vienas 
is daugelio kintamqjq pvz., tokiq kaip technologijos ar 
planavimo. Svarbiausias jos aspektas - vertybiq siste- 
ma, tad kyla klausimas, kaip ji jsisavina arba gali buti 
jsisavinta. Galima butq atsakyti, jog tai s/mbo/ine vady- 
ba , kurios uzdavinys yra planingas isskirtines, ypatin- 
gos simboliu aplinkos ir specifines kulturos sukurimas. 
Simboliq kurejai - vadovai, kurie savo pavyzdziu pertei- 
kia organizacijos vertybes ir normas. Poziuris j organi- 
zacijos kultur^ kaip j kintamqjj dydj yra tikslingas, tas 
tikslas yra jsivaizduojamos, siekiamos, trokstamos or- 
ganizacijos kulturos sukurimas. Kadangi organizacijos 
kultura yra vienas is kintamqju dydziq, tad galima jos 
analize, remiantis standartizuotais metodais, t.y. kieky- 
biniais tyrimo metodais. 

Kitam metaforos poziuriui atstovaujantys Vokietijos 
mokslininkai teigia, kad pati organizacija yra kultura. Tai, 
kas organizacijoje gali buti tiriama, yra tarn tikrq verty- 
biq ir normu israiska. Kultura vadinama idejq sistema, 
kurios negalima konkreciai apciuopti ir stebeti. Ji negali 
buti perduodama vadovq - visa tai daugiau interpreta- 
cijos procesu rezultatas. Organizacijos kultura neegzis- 
tuoja tustumoje. Del sios priezasties aukstesnes hierar- 
chines pakopos darbuotojai negali tureti didesnes jta- 
kos kuriant organizacijos kultur^ nei esantieji zemesne- 
je hierarchineje pakopoje. Kadangi organizacijos kultu- 
ra nera sisteminga ir pakeiciama, tai siekiant tikslo, ji 


According to M. Alvesson (Paulauskaite, Vanagas, 
1 998, p. 50), organization culture in its broad sense is the 
world of existing accepted and learnt values, meanings 
and concepts where people obtain information; this world 
is transmitted and reproducible partly in a symbolic form. 

One of the first definitions of organization culture, which 
is now considered classical, was presented by E. H. Schein 
(Simanskiene, 2002, p. 29; Paulauskaite, Vanagas, 1998, 
p. 50). According to this author, organization culture is a 
model of core beliefs, developed or found by a group of 
people together solving their problems related to the sur- 
vival in external space and integration within this space; 
having existed for some time and being efficient, this model 
should be transmitted to new members as the only right 
way to feel, perceive and solve group problems. 

According L. Simanskiene (2002) the concept of organi- 
zation culture is used in the works of some authors without 
going deeper into its essence. The difference should be made 
between two concepts: organization culture and organizational 
culture, as they define different objects. According to the au- 
thor, organization culture is a form of human communication 
which has developed by itself, its values and approaches, 
whereas organizational culture is the culture which is con- 
sciously created by organization authority, which can be 
unique, distinguishing itself out of other similar organization 
cultures. The opinion of the authors of this article is that a mis- 
take has appeared due to insufficient awareness of manage- 
ment theories and lack of English language competence. Dif- 
ferent treatment of these concepts would allow defining the 
object of the research more precisely. Therefore, in this article 
the concept organization culture is used. It is not an equiva- 
lent of organizational culture concept, but chosen as a broader 
concept, meaning the total culture of organization. 

Since the beginning of the research into organization 
culture, the investigators of this area have been interested 
if organization has culture or if it itself is culture. American 
scientists following the variable approach claim that or- 
ganization has its own culture. It is one of a number of 
variables, e.g., such as technology or planning. Its most 
important aspect is a value system, therefore, a question 
arises how it emerges or can be developed. It can be said 
that it is a symbolic management, which has an objective 
to create an exceptional and specific culture of special 
symbolic environment. Developers of these symbols are 
the heads of the organization who transmit organization 
values and norms by their own example. Approach to or- 
ganization culture as a variable is purposeful; the purpose 
is the development of imaginary, aspired and desirable 
organization culture. As organization culture is one of the 
variables, its analysis can be performed with the use of 
standardised methods, i.e. quantitative research methods. 

German scientists who represent another metaphor ap- 
proach state that organization itself is a culture. It is a certain 
value and norm manifestation that can be researched in the 
organization. Culture is a system of ideas which is neither 
tangible nor observable. It cannot be transmitted by the heads 
of the organization; it is rather an outcome of interpretation 
processes. Organization culture does not exist in a vacuum. 
Due to this reason employees of a higher hierarchical stage 
can’t have more impact in creating organization culture than 
employees who are in a lower hierarchical stage. As organi- 
zation culture is not systematic and changeable, the achieve- 
ment of its purpose depends on complicated social proc- 
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priklauso nuo sudetingq socialiniq procesq. Taigi re- 
miantis siuo poziuriu ji yra suvokiama kaip procesas. 
Jos analizei tinkami kokybiniai tyrimo metodai (Ka- 
schube, 1993). 

Abi nuostatos pasizymi radikalumu, todel siame 
darbe nusprqsta laikytis metaforos ir kintamojo dydzio 
poziuriu sintezes. Remiantis sia nuostata organizaci- 
jos kultura gali buti laikoma kaip dinamiska konstruk- 
cija, t.y. organizacija yra kultura ir turi kulturq. 

Isanalizavus atskirq tyrejq organizacijos kulturos 
apibrezimus, pastebeta, jog mokslineje literaturoje sis 
terminas nera vienprasmis. Todel organizacijos kultu- 
ros apibrezimo formuluote grindziama atskirq sqvokq 
- organizacijos ir kulturos - isskyrimu ir tq sqvokq api- 
brezimq sinteze. Siekiant suvokti sio reiskinio esmq, 
atsizvelgta ir j jvairiu mokslininkq pateikiamas formu- 
luotes. Daugelyje ju darbq organizacijos kulturos pa- 
grindu laikoma vertybiq sistema. Bendrajame konteks- 
te galima butu suformuluoti gana issamu organizaci- 
jos kulturos apibrezimq (zr. pagrindiniq sqvokq api- 
brezimus). Organizacijos kulturos kurimq veikia ir le- 
miamq jtakq jam turi organizacijos atsiradimo ir rai- 
dos istorija, aplinka ir tos organizacijos vadovybe. 


2 

ORGANIZACIJOS KULTUROS 
STRUKTURA IR FUNKCIJOS 

Organizacijos kultura gali buti analizuojama dviem po- 
ziuriais: strukturos (lygmeriLj) ir funkcijLj. Siame tyri- 
me vadovautasi kai kuriq mokslininkq trijq kulturos lyg- 
menq modeliu (1 pav.). 


esses. Thus, according to this approach, organization culture 
is perceived as a process. Qualitative research methods are 
most suitable for its analysis (Kaschube, 1993). 

Both dispositions are extremes, therefore, it was decided 
to base this work on the synthesis of metaphor anti variable 
approaches. On the grounds of this disposition, organization 
culture can be considered to be a dynamic construction, i.e. 
organization is culture and it also has its own culture. 

Having analysed the definitions of organization culture 
presented by different researchers, it is evident that in sci- 
entific literature this term has acquired different meanings. 
Therefore, the formulation of organization culture is grounded 
on differentiation of separate concepts - organization and 
culture -and synthesis of definitions of these concepts. Aim- 
ing at perceiving the essence of this phenomenon, formula- 
tions presented by various scientists were taken into account. 
In many works, value system is considered to be the back- 
ground of organization culture. In general context a rather 
comprehensive definition of organization culture can be for- 
mulated (see the definitions of key terms). A crucial impact 
upon organization culture development is exerted by organi- 
zation appearance and development history, environment 
and leadership of this organization. 

2 

STRUCTURE AND FUNCTIONS 
OF ORGANIZATION CULTURE 

Organization culture can be analysed according to two ap- 
proaches: structural (levels) and functional. In this research 
we applied a three-culture-level approach presented by some 
scholars (see Figure 1). 


ORGANIZACIJOS 
KULTURA - 
MEDIUMAS / 
ORGANIZATION 
CULTURE 
AS A MEDIUM 


ORGANIZACIJOS 
KULTURA - 
IDEOLOGIJA / 
ORGANIZATION 
CULTURE 
AS IDEOLOGY 


1 LYGMUO. ARTEFAKTAI: 
technologija, menas, suvokiamas elgesys / 
LEVEL 1. ARTEFACTS: 
technology, art, perceived behavior 

Akivaizdus, taciau 
sunkiai issifruojami / 
Obvious, but difficult to 
decipher 



II LYGMUO. VERTYBES IR NORMOS 
nustatomos fizineje aplinkoje 
(tik socialinio konsensuso pagrindu) / 
LEVEL II. VALUES AND NORMS 
identified in physical environment 
(on the basis of social consensus only) 

Aukstesnis suvokimo 
lygmuo / 
Higher level 
of perception 



III LYGMUO. NUOSTATOS IR jSITIKINIMAI (pagrindines prielaidos 
santykiai su aplinka, tikroves jsivaizdavimas, zmogaus prigimtis, 
zmogaus santykiq prigimtis 

LEVEL III. DISPOSITIONS AND BELIEFS (main assumptions): 
relationship with environment, image of reality, human nature, 
human relations nature 

0: 

Savaime suprantama, 
nematoma, gludinti 
pasgmoneje / 
Self-explanatory, 
invisible, lying in sub- 


consciousness 


1 pav. Kulturos lygmenys ir jq sqveika (pagal Simanskiene, 2002: Schein, 2002; Schreyoegg, 1995) 

Fig. 1. Culture levels and their interaction (according to Simanskiene, 2002; Schein, 2002; Schreyoegg, 1995) 
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I LYGMUO. Artefaktai. Tai akivaizdziausias, labiau- 
siai matomas kulturos lygmuo, kuris parodo organiza- 
cijos vertybes ir normas. Tai organizacijos isplanavi- 
mas, darbuotoju aprangos stilius, organizacijos archy- 
vai, technologija ir veiklos produktai, tarpusavio ben- 
dravimo budas, simboliai. Artefaktai skiriasi abstrakci- 
jos laipsniu, turiniu ir tikslais. Sio lygmes ypatumas tas, 
jog jo procesus lengva stebeti, taciau sunku interpre- 
tuoti (Gussmann, Breit, 1987, p. 110; Schein, 2002; Si- 
manskiene, 2002). Kita vertus, vienos is tyrinetojq mo- 
kyklq teigiama, jog zmogaus reakcija i tokius materia- 
lius artefaktus kaip pastatai gali padeti issiaiskinti pa- 
grindinj vaizdq ir svarbiausias metaforas, atspindincias 
aukstesniuosius kulturos lygmenis (Schein, 2002, p. 
36), kai ir organizacija, kurios analizg atlieka tyrejas, ir 
pats tyrejas priklauso tai paciai kulturai. Norint supras- 
ti artefaktq reiksmg, reikia istirti pagrindines vertybes 
(Simanskiene, 2002, p. 30). 

II LYGMUO. Vertybes ir normos. Vertybes teikia 
orientyrus, kaip zmones turetu elgtis ir bendrauti, t.y. 
atlieka normatyving grupes nariq vadovavimo funkcijq 
(Simanskiene, 2002). Normos - tai tarn tikrq veiksmu 
taisykliq, nurodymu rinkinys. Esminis siq sqvokq skir- 
tumas yra tas, jog vertybes pasizymi aukstesniu abst- 
rakcijos lygmeniu, mazesne pripazinimo bOtinybe (Ja- 
cobsen, 1996, p. 37). Vertybes ir normos apriboja as- 
mens veiklos laisvg, taciau sutapdamos su slypincio- 
mis prielaidomis, gali buti paverstos orientyru, tarn tik- 
ra filosofija, kuri pajegtu suburti grupg irtapti identiteto 
bei svarbiausios misijos saltiniu (Simanskiene, 2002). 
Vertybes ir normos, reikalaujancios aukstesnio suvoki- 
mo lygmens, yra susijusios su jose slypinciomis prie- 
laidomis: organizacijos nuostatomis ir jsitikinimais. 

III LYGMUO. U uostatos ir isitikinimai (arba pagrin- 
dines prieiaidos) sudaro organizacijos kulturos pagrin- 
dq, organizacijos nariams yra savaime suprantami, glu- 
dintys pasqmoneje, nematomi (Schreyoegg, 1995, p. 
114; Simanskiene, 2002, p. 30). Tai tarn tikras organi- 
zacijos minciu pasaulio atspindys. Jq pagrindas - san- 
tykiq su aplinka (ar aplinka, pavyzdziui, laikoma stab- 
dancia, gresminga jega, ar teigiama, varomqja, issau- 
kiancia jega), tikroves jsivaizdavimo (ar apsisprendzia- 
ma vadovaujantis normatyviniais, ar pragmatiniais as- 
pektais), zmogaus prigimties (ar zmogus, tarkim, turi 
jgimtq baimg darbui, ar dziaugiasi savo darbu), zmo- 
gaus veiklos prigimties (ar zmogus pasizymi aktyvu- 
mu, ar pasyvumu; ar jis imasi veiklos pats, ar linkgs 
laukti), zmogaus santykiu prigimties (ar asmens statu- 
sas yra vertybe; ar dominuoja bendradarbiavimas, ar 
konkurencine kova) suvokimas (Schreyoegg, 1995, p. 
114). 

Zinomi ir kitokie organizacijos kulturos lygmenu mo- 
deliai (Juceviciene ir kt. 2000, p. 58): 

I lygmuo. Akivaizdi kultura. 

II lygmuo. Bendros vertybes (grupes visumos as- 
pektu). 

III lygmuo. Bendri susitarimai (pagrindines verty- 
bes). 

Sis modelis atitinka auksciau isvardintus lygmenis, 
todel jo detaliai nenagrinesime. Bus pateikti jvairiq au- 
toriq poziuriai j organizacijos kulturos struktur^ atkrei- 
piant demesj j jos isorinius elementus (2 lentele) ir pa- 
grindines charakteristikas. 


LEVEL I. Artefacts. It is the most obvious and best seen 
level of culture, which shows values and norms of an or- 
ganization. This is organization’s planning, employee 
clothing style, archives of an organization, technology and 
activity products, ways of mutual communication and sym- 
bols. Artefacts differ in their level of abstraction, content 
and objectives. The peculiarity of this level is that its proc- 
esses can easily be observed, but they are difficult to in- 
terpret (Gussmann, Breit, 1987, p. 110; Schein, 2002; 
Simanskiene, 2002). On the other hand, according to one 
school of researchers, human reaction to such material 
artefacts as buildings can help to clarify the main picture 
and the most important metaphors reflecting higher lev- 
els of culture (Schein, 2002, p. 36), when the organisa- 
tion analysed by the researcher and the researcher him- 
self belong to the same culture. Aiming at understanding 
the meaning of artefacts, it is necessary to explore the 
core values (Simanskiene, 2002, p. 30). 

LEVEL II. Values and norms. Values provide guidelines 
how people should behave and communicate, i.e. they 
perform a normative guiding function of the group mem- 
bers (Simanskiene, 2002); whereas norms are a set of 
certain actions and directives. An essential difference be- 
tween these two concepts is the level of abstraction - val- 
ues distinguish themselves by higher level of abstraction 
and lower necessity to be recognised (Jacobsen, 1996, 
p. 37). Values and norms restrict the person’s freedom of 
actions, but overlapped with the underlying assumptions 
they can be transformed into landmarks, a certain phi- 
losophy which could help round up a group and become 
a source of identity and the most important mission 
(Simanskiene, 2002). Values and norms which require a 
higher level of perception are related to underlying as- 
sumptions: organization dispositions and beliefs. 

LEVEL III. Dispositions and beliefs (ot main assump- 
tions) create the background of organization culture; they 
are self-explanatory for organization members, lying in the 
sub-consciousness and invisible (Schreyoegg, 1995, p. 
114; Simanskiene, 2002, p. 30). They are a certain reflec- 
tion of organization's world of thoughts. Their basis is the 
perception of relations with environment (if environment, 
for instance, is considered to be a hindering and threat- 
ening power or a positive, driving and challenging force), 
image of reality (if decisions are made on the basis of 
normative or pragmatic aspects), human nature (if a per- 
son, let us say, has an inborn fear for work or enjoys his 
work), nature of human activity (if a person is active or 
passive; if he takes up the activity himself or tends to wait 
to be told), nature of human relations (if a person’s status 
is a value; if cooperation or competition dominates) 
(Schreyoegg, 1995, p. 114). 

There are known other models of organization culture 
(Juceviciene, et al. 2000, p. 58): 

Level I. Obvious culture. 

Level II. Common values (with regard to the total 
group). 

Level III. Common agreement (core values). 

These models are congruent with the above named 
levels, therefore, a more detailed analysis will not be pro- 
vided. Next, approaches to the structure of organization 
culture proposed by various authors will be provided, fo- 
cusing on its external elements (Table 2) and main char- 
acteristics. 
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2 lentele. Organizacijos kulturos isoriniai elemental (Juceviciene ir kt., 2000, Juceviciene, 1996) 
Table 2. External elements of organization culture (Juceviciene, et al., 2000, Juceviciene, 1996) 


ELEMENTAS 

ELEMENT 

APIBREZIMAS 

DEFINITION 

Tradicijos 

Traditions 

Standartizuota ir pasikartojanti veikla, pasitelkiama tam tikromis progomis siekiant paveikti organizacijos nariq elgesj 
ir supratimq. 

Standardised and repeated activity, invoked on certain occasions, attempting to impact the behaviour and understanding 
of organization members. 

Apeigos, ritualai 
Ceremonies, rituals 

Ceremonijq sistema; veiksniai, teikiantys ypatingq idejq. 

A system of ceremonies; factors providing a particular idea. 

Mitai 

Myths 

Isgalvotos istorijos, kurios padeda paaiskinti veiksmus ar jvykius, isvengti neigiamy pasekmiu, kurias sie jvykiai 
gali sqlygoti. 

Invented stories which help to explain actions or events, to avoid negative consequences which can be caused 
by these events. 

Sakme 
Story, saga 

jvykio, turincio istorinj pagrindq, pasakojimas, pagrazintas isgalvotomis detalemis. 

A narrative about an event which has a historical background, embellished by made-up details. 

Istorija 

History 

Praejusiq jvykiy atpasakojimai, perteikiantys ir atskleidziantys issamesnes kulturines normas ir vertybes. 
Narration about the past events, transmitting and revealing more comprehensive cultural norms and values. 

Herojai 

Heroes 

Zmones, kurie suformavo organizacijos vertybes ir veiklos budq. 
People who formed organization values and way of action. 

Simboliai 

Symbols 

Objektai, veiksmai ar jvykiai, kurie turi ypatingq reiksmp ir skatina organizacijos narius pasitelkti juos bendraujant. 
Objects, actions or events that have a particular significance and foster the members of organization to invoke 
them while communicating. 

Kalba 

Language 

Garsines raiskos, rasytiniq zenklq ar gestq visuma (sukiai, zargonas, slengas, signalai, dainos, humoras, metaforos, 
patarles), kuriq nariai pasitelkia informacijai perduoti ir kuri atspindi savitq organizacijos kulturq. 

Entirety of acoustic expression, written signs or gestures (slogans, jargon, slang, signals, songs, humour, metaphors, 
proverbs), invoked by members of the organization to transmit information; it reflects a unique culture of organization. 

Fizine aplinka 
Physical environment 

Zmones supantys daiktai, kurie suteikia jiems tiesioginj jausminj stimuli perduodant kulturos pobudj 
atspindincius veiksmus. 

Objects that surround people, providing a direct sensual stimulus and transmitting actions, which reflect 
the nature of culture. 

Zmogaus rankq dirbiniai 
Man-made ware 

MaterialOs zmogaus rankomis padaryti daiktai, palengvinantys kulturos pobOdj atspindincius veiksmus. 
Material man-made objects facilitating actions which reflect the nature of culture. 


Pagrindines organizacijos kulturos charakteristikos 
yra sios (Robbins, 2003; Juceviciene ir kt., 2000; Si- 
manskiene, 2000): 

1. Asmens identifikavimas. Organizacijos nario su- 
sitapatinimo su organizacija kaip visuma arba su kon- 
krecia grupe laipsnis. 

2. Demesys grupei. Charakteristika, nusakanti, kiek 
darbas organizuojamas grupese, o ne individualiai. 

3. Demesys zmonems. Vadovq pagalba ir domeji- 
masis organizacijos nariais (o ne uzduotimis ir vaid- 
menimis). 

4. integracija. Charakteristika, padedanti nustaty- 
ti, kiek nariai organizacijoje yra skatinami veikti koor- 
dinuotai, priklausomai vienas nuo kito. Ji parodo, ko- 
kie yra organizacijos nariu bendravimo santykiai (for- 
rnalus ar draugiski ir pan.). 

5. Prieziura. Taisykliq ir normu isaiskinimas bei tik- 
rinimas, kiek jq laikomasi stebint, reguliuojant ir kon- 
troliuojant organizacijos nario elgesj, veiksmus. 

6. Rizikos tolerancija. Charakteristika parodant, 
kiek organizacijos nariai skatinami jvairiems rizikin- 
giems poelgiams ir naujovems. 

7. Vertinimo/apmokejimo sistema. Charakteristika 
parodanti, kiek organizacijos narys yra vertinamas mo- 
raliai, ar jo atlyginimas (uzmokescio didinimas, pre- 
mijos, studijq pasiekimai ir pan.) yra nustatomas pa- 
gal nariq darbo rezultatus, o ne vien pagal isdirbtq 


The main characteristics of organization culture are as 
follows (Robbins, 2003; Juceviciene et al., 2000; Simans- 
kiene, 2000): 

1. Person’s identification. To what degree a member of 
organization identifies with organization as the whole or with 
a concrete group. 

2. Attention to the group. Characteristic which defines 
how much the work is organized in groups, not individually. 

3. Attention to people. Support and interest on the part 
of the heads of the organization in organization members 
(not in tasks and roles). 

4. Integration. Characteristic which helps to determine 
how the members of organization are fostered to act in a 
coordinated way, depending on each other? It indicates the 
type of relationship between the members of organization 
(formal or friendly, and etc.). 

5. Supervision. Clarification of rules and norms, checking 
how well they are kept by observing, regulating and control- 
ling the behaviour and actions of a member of organization. 

6. Risk tolerance. Characteristic which indicates how or- 
ganization members are encouraged to accept various risky 
actions and innovations? 

7. System of assessment/remuneration. Characteristic 
which indicates how much a member of organization is val- 
ued morally, if his remuneration (increase in payment, pre- 
miums, study achievements, and alike) is determined ac- 
cording to his work outcomes, not only according to the 
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laikq, asmenines simpatijas kitus nerezultatyvumo fak- 
torius. Is sios charakteristikos matyti, ar organizacijos 
nariai patenkinti jq remimu ir skatinimu. 

8. Konftiktu lygis, ju toierancija. Charakteristika, pa- 
dedanti nustatyti, kiek organizacijos nariai skatinami 
viesai kritikuoti. Ji parodo, kaip organizacijoje spren- 
dziami iskilqsunkumai, konfliktai, kiekjos nariai yra ska- 
tinami buti atviri, ar kilg konfliktai sprendziami gerano- 
riskai. 

9. Orientacija i rezuitatus ar priemones. Charakte- 
ristika atspindinti, kiek vadovai kreipia demesj j rezul- 
tatus ar pasekmes, o ne j technikq ir procesus, pasi- 
tektus tiems rezultatams pasiekti. 

10. Sistemos atvirumu nusakoma, kiek organizaci- 
ja atsizvelgia j isorinius aplinkos pokycius. 

3 

ORGANIZACIJOS KULTUROS 
KURIMO PRIELAIDOS 

Kad organizacijoje sekmingai butq kuriama organiza- 
cijos kultura, Gibson, Ivancevich, Donnely (Simanskie- 
ne, 2001) rekomenduoja sias veiklas: 

1. Issiaiskinti esamq organizacijos kulturos padetj 
ir kuriamos ateities organizacijos kulturos gaires. 

2. Atsizvelgiant j esamq situacijq ir galimybes, nu- 
statyti budus, priemones, kaip jgyvendinti organizaci- 
jos kulturos vizijq. 

3. Nuolat bendradarbiauti su auksciausia vadovy- 
be uzsitikrinant jos palaikymq. 

Dabartines organizacijos jprociai, tradicijos ir visi 
jos veiklos budai labiausiai priklauso nuo to, kas buvo 
daroma anksciau, ir nuo siq pastangq sekmes. Tad svar- 
biausias organizacijos kulturos saltinis - organizacijos 
steigejai. Organizacijos steigejai, kurie neretai yra ir va- 
dovai, tradiciskai daro didziausiq poveikj organizaci- 
jos kulturos formavimui (Robbins, 2003). Turedami idejq 
ir organizacijos vizijq, jie nustato organizacijos verty- 
bes, kuriq pagrindu jvertinami visi procesai, vykstan- 
tys organizacijoje. Didelg reiksmg organizacijos kultu- 
ros kurimo procese taip pat turi organizacijos lyderiai 
(organizacijai nusipelng zmones), bendravimas su jais. 
Jie savo pavyzdziu akivaizdziai atspindi organizacijos 
vertybes. 

4. j pokyciq process jtraukti visus organizacijos na- 
rius. 

Norint kurti ir puoseleti naujq organizacijos kulturq 
bei siekiant jgyvendinti organizacijos tikslus, butina jos 
nariq bendradarbiavimas, kurio svarbiausias kompo- 
nentas - keitimasis informacija. Labai svarbu, kad or- 
ganizacijos nariai keistqsi idejomis ir dalyvautq priimant 
sprendimus, nes tai - butina kolektyvinio darbo sqly- 
ga. 

5. Mokyti narius naujq elgsenos elgesio taisykliq, 
nuolat bendrauti, aiskinti pokyciq naud^. 

Norint issiaiskinti, kokios organizacijos kulturos 
trokstama, butina, kad visi nariai gerai jsis^monintq nau- 
j^sias vertybes. Kiekviena organizacija nuolatos priima 
j darbq naujus zmones. Siandieninems kolegijoms, ku- 
dos sparciai pleciasi tai ypac budinga, nes kiekvienais 
metais jos priima vis daugiau ir daugiau naujq studen- 
tu. Todel organizacijos kulturos gyvybingumui issau- 


work hours, personal likings and other factors of non-pro- 
ductivity. This characteristic shows if organization members 
are satisfied with their support and enhancement. 

8. Level of conflicts and tolerance of conflicts. Charac- 
teristic which helps to determine how much organization 
members are fostered to criticize publicly. It indicates how 
difficulties and conflicts are solved in the organization, how 
much the organization members are enhanced to be open, 
if the emerged conflicts are solved in a benevolent manner. 

9. Orientation to outcomes or measures. Characteristic 
reflects how the heads of the organization pay attention to 
outcomes or measures instead of techniques and processes, 
applied to achieve those processes. 

10. Openness of the system defines how organization 
takes into account external changes in the environment. 


3 

ASSUMPTIONS FOR CREATING 
ORGANIZATION CULTURE 

Gibson, Ivancevich and Donnely recommend the following 
activities for successful organization culture development 
(Simanskiene, 2001): 

1 . To clarify the state of existing organization culture and the 
landmarks of the developing prospective organization culture. 

2. Taking into account the present situation and oppor- 
tunities, to determine methods and measures howto imple- 
ment organization culture vision. 

3. To constantly cooperate with the highest authority 
ensuring its support. 

Customs, traditions and all activity methods of the 
present organization mostly depend on what was done pre- 
viously and on the success of these efforts. Thus, the most 
important source of organization culture is the founders of 
organization, who are often the heads of the organization at 
the same time and traditionally have the main impact upon 
the formation of organization culture (Robbins, 2003). Ha- 
ving the idea and organization vision, they determine or- 
ganization values that underlie the evaluation of all the pro- 
cesses happening in organization. A great impact upon the 
creation of organization culture is exerted by organization 
leaders (most merited people in organization) and commu- 
nication with them. By their own example they visibly reflect 
organization values. 

4. Involve all members of organization into the change 
process. 

In pursuit of creating and nurturing an organization cul- 
ture and aiming at implementation of organization goals, 
cooperation among the members of organization is indis- 
pensable; the key component of the cooperation is infor- 
mation sharing. Organization members should share their 
ideas and participate in decision making as this is a neces- 
sary precondition of collective work. 

5. Teach members of organization new rules of beha- 
viour, to communicate constantly and to explain the benefit 
of changes. 

It is necessary to clarify what kind of organization cul- 
ture is desired to be achieved, and all the members of or- 
ganization should be well aware of the new values. Each 
organization keeps employing new people. It is a peculiar 
feature of colleges that are expanding today and enrol more 
and more students every year. In order to preserve the vita- 
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goti svarbu ir naujq organizacijos narig atranka. Turi 
bOti atrenkami tie asmenys, kuriu vertybes ar tikslai 
artimesni organizacijos vertybems ir tikslams, nes tai 
labai svarbu kolektyvo formavimui ir organizacijos kui- 
turos issaugojimui. Atrankos proceso metu palaiko- 
ma organizacijos kultura, nes atmetami tie asmenys, 
kurie gali pakenkti svarbiausioms organizacijos ver- 
tybems (Robbins, 2003). Sie kriterijai taikytini ir orga- 
nizacijos klientams - busimiems jos nariams, kolegi- 
jq studentams. Kolegijos privaletq laikytis tarn tikru 
vertybiniq kriteriju, pagal kuriuos atrinktq ir priimtu 
studijuoti busimus studentus. 

6. Isvystyti socializacijos sistemq, kad nauji nariai 
efektyviau jsitrauktu / naujos organizacijos kuituros 
kurimo procesq. 

Organizacijos nariq socializacija - procesas, ku- 
rio metu asmuo perima organizacijos vertybes, nor- 
mas ir butinq elgesi, sudaranti prielaidas jam tapti tos 
organizacijos nariu. Socializacijq galima jsivaizduoti 
kaip process, susidedantj is triju etapu. isankstines 
socializacijos, tikroves ir lukesciq konflikto bei kolek- 
tyvo vertybiq ir normq peremimo. Pirmasis etapas ap- 
ima visas tas zinias, kurias naujasis narys gauna pries 
ateidamas dirbti j organizacijq. Antrajame etape jis 
jsitikina, kokia ta organizacija yra is tiesq, atsiranda 
tikimybe, kad lukesciai ir tikrove gali nesutapti. Tre- 
ciasis etapas yra palyginti ilgas procesas. Naujasis 
organizacijos narys istobulina reikalingus jo veiklai 
jgudzius, jo vaidmuo kolektyve tampa svarbus, jis pri- 
siderina prie savo kolektyvo vertybiq ir normq. Sis tri- 
ju etapq procesas daro poveikj naujo nario darbo pro- 
duktyvumui, atsidavimui organizacijos tikslams ir ap- 
sisprendimui likti organizacijoje (Robbins, 2003). 

7. Skatinti ir stiprinti naujq organizacijos kuiturq. 

Organizacijos narius reiketq jvairiomis priemone- 

mis skatinti elgtis taip, kaip is jq tikimasi naujomis 
sqlygomis. Cia svarbu priklausomumo organizacijai 
jausmas, darbo atlikimo motyvacija arba studijq mo- 
tyvacija, stresu vengimas, dalyvavimo organizacijos 
veiklos procesuose jausmas, pasitenkinimas darbu 
arba studijomis, karjeros galimybe arba tolesnes per- 
spektyvos baigus studijas. 

Kuriant naujq organizacijos kuiturq reikia kantry- 
bes ir laiko; kuiturq prigimtis nera nei evoliucine, nei 
revoliucine. Organizacijos kultura kuriama sqmonin- 
gai ir tikslingai. Daugelio organizaciniu problemq taip 
pat ir kuituros, negalima sukurti greitai. Siekiant abst- 
rakcias idejas sekmingai ir laiku paversti konkrecia 
tikrove reikia zvelgti is ilgalaikes perspektyvos (Sei- 
lius, 1998). 

4 

ORGANIZACIJOS KULTUROS 
KOLEGIJOSE BUKLES TYRIMAS 

Tyrime buvo vadovaujamasi siomis metodologinemis 
nuostatomis (Kaschube, 1993): 

• Nevalstybine kolegija yra dinamiska socialine 
sistema, nuolat sqveikaujanti su kintancia aplinka ir 
turinti atitikti jos reikalavimus. 

• Kiekviena organizacija yra kulturine sqvoka ir 
turi savo kulturq. Organizacijos kultura nera vien tik 


lity of organization culture, the selection of new members of 
organizations very important. Therefore, these people should 
be employed whose values or objectives are closer to or- 
ganization values, as this is essential for formation of the 
collective and preservation of organization culture. During 
the selection process organization culture is maintained, as 
the people who can impair the core values of organization 
are rejected (Robbins, 2003). These criteria are also to be 
applied to organization clients - prospective members of or- 
ganization and college students as well. Colleges should 
comply with certain value criteria in selecting and accepting 
prospective students to studies. 

6. To develop socialization system for new members to 
be more efficiently involved in the creation process of new 
organization culture. 

Socialization of new organization members is a process 
when a person takes over organization values, norms and 
necessary behaviour patterns that create assumptions for a 
person to become a member of that organization. Sociali- 
zation can be envisaged as a process consisting of three 
stages: anticipatory socialization, reality and expectation 
conflict and taking over of organization values and norms. 
Stage one includes all the knowledge that a new member 
receives before being employed in that organization. In stage 
two the member of organization sees for himself if organiza- 
tion verifies his expectations, there is a probability that reality 
varies from the expectations. Stage three is comparatively a 
long process. A new member of the organization elaborates 
skills necessary for his activity, his role in the organization 
becomes important, and the new member conforms to the 
organization values and norms. This three-stage process af- 
fects the work productivity of the new member, his devotion 
to organization objectives and his decision to remain in the 
organization (Robbins, 2003). 

7. To enhance and strengthen new organization culture. 

Organization members should be enhanced to behave in 

the way they are expected to behave under new conditions; 
various measures should be used for this purpose. The feel- 
ing of belonging to organization, work performance or study 
motivation, avoidance of stresses, feeling of participation in 
various organization activity processes, job or study satis- 
faction, career opportunities or further perspectives upon 
completion of the studies are of utmost importance. 

Creating new organization culture requires patience and time; 
the nature of cultures is neither evolutionary nor revolutionary. 
Organization culture creation process is a conscious and pur- 
poseful process. A lot of organizational issues including its cul- 
ture cannot be created speedily. Aiming at transforming abstract 
ideas into concrete reality successfully and in time it is necessary 
to view from a long-term perspective (Seilius, 1998). 


4 

RESEARCH ON ORGANIZATION 
CULTURE IN COLLEGES 

The following methodological dispositions guided the present 
research (Kaschube, 1993): 

• A non-state college is a dynamic social system which 
constantly interacts with the changing environment and 
should meet its requirements. 

• Every organization is a cultural concept and has its own 
culture. Organization culture is not a subconscious phenom- 
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pasqmoneje gludintis reiskinys, ji gali buti istirta ir turi 
buti tikslingai kuriama. 

Organizacijos kulturos nevalstybinese kolegijose ty- 
rimo metodologinis pagrindas - normatyvine ir interpre- 
tacine paradigmos. Pagrindine normatyvines paradig- 
mos koncepcija yra ta, jog zmogaus elgesys atspindi 
reakcijq j isorinius (pvz., kito asmens poreikiiy) arba vi- 
dinius (pvz., pasiekimo poreikio) stimulus. Vienoje jos 
pagrindiniiy idejiy sakoma, jog individo elgsena yra val- 
doma taisykliu. Tyrinetojas siekia nustatyti visapusi, is- 
samiy racionaliy pagrindq, galinti paaiskinti individually 
ir socialinj zmogaus elgesj. O interpretacine paradigma 
charakterizuojama demesiu individui ir koncentravimu- 
si j veiklq, t.y. ji reikalinga suprasti subjektyviy individo 
patirties pasaulj, patj individq ir jo veiksmus. Sios teori- 
jos vaidmuo svarbus kolegijos kulturos tyrimui, nes tyri- 
mas negali buti grindziamas vien normatyviniu poziu- 
riu, kai surenkami objektyvus duomenys apie organiza- 
cijos kulturq. Todel analizuojant kolegijos kulturq buvo 
remiamasi pliuralistiniu poziuriu j socialinj tyrimq, ap- 
imanciu normatyvinq ir interpretacinq tyrimo strategijas 
(Kardelis, 2002; Juceviciene ir kt., 2000). Pasirinktas pa- 
grindinis tyrimo metodas - anketine apklausa, pasitel- 
kiant stebejimq ir dokumentiy analizq kaip papildomus 
tyrimo metodus. 

Tyrimas atliktas trijose nevalstybinese kolegijose: 
Klaipedos, Siauliiy ir Kauno miestuose. Sios kolegijos 
neturi filially ir yra buvusios aukstesniosios mokyklos. 

Tiriant organizacijos kulturq kolegijos buvo koduo- 
jamos pirmosiomis abeceles raidemis: A (Klaipedos), B 
(Siauliiy) ir C (Kauno). Tyrimo objektu pasirinkti kolegijiy 
destytojai ir studentai. Pasirinktos tos respondentiy gru- 
pes, kuriiy sqsajos su konkrecia organizacija yra didziau- 
sios, o savo organizacijos kulturos jsisavinimo galimy- 
bes palankiausios. Tikslus respondentiy pasiskirstymas 
kolegijose pateikiamas 3 lenteleje. 

Organizacijos kulturos tyrime duomenys rinkti anke- 
tines apktausos metodu. Sis metodas uztikrino pakan- 
kamas respondentiy atrankos galimybes, ir sudare gali- 
mybp tyrejui stebejimo metu gauti papildomos informa- 
cijos aktualiais probleminiais atliekamo tyrimo klausi- 
mais, kad susidarytiy nuomon^ apie tyrimo problemos 
aktualumq bei reiksmingum^ ir atsizvelgtiy j responden- 
tu reakcij^. 

Esminis apklausos tikslas - issiaiskinti, kokia orga- 
nizacijos kultura kuriama tiriamoje kolegijoje. Pateikti 


enon; it can be investigated and should be created in a 
purposeful way. 

The methodological background for research into or- 
ganization culture in private colleges followed a normative 
and interpretational paradigm. The key conception of the 
normative paradigm is that human behaviour reflects his 
reaction to external (e.g. another person's need) or internal 
(e.g. need of achievement) stimuli. One of its main ideas 
states that individual’s behaviour is governed by rules. Re- 
searcher aims at identifying the overall and comprehensive 
rational background which can justify individual and social 
human behaviour. Whereas the interpretational paradigm 
is characterized by attention to individual and concentra- 
tion to activity, i.e. it is necessary to understand the subjec- 
tive world of the individual, the individual himself and his 
actions. The role of this theory is important for college cul- 
ture research, as research cannot be grounded solely on 
the normative approach when objective data about organi- 
zation culture are collected. Therefore, the analysis of col- 
lege culture was based on pluralistic approach to social 
research, which involves both, the normative and interpre- 
tational research strategies (Kardelis, 2002; Juceviciene et 
al., 2000). For this reason, a questionnaire survey was cho- 
sen as the main research method involving observation and 
document analysis as supplementary research methods. 

The research was performed in three private colleges: 
Klaipeda, Siauliai and Kaunas cities. These colleges have no 
branch offices and were former advanced vocational schools. 

In researching the organization culture, the colleges 
were coded by the first letters of the alphabet: A (Klaipeda), 
B (Siauliai) and C (Kaunas). College teachers and students 
were selected as the research object. Such respondent 
groups were chosen that have closest relations with the 
concrete organization and most favourable opportunities 
for organization culture acquisition. The exact distribution 
of the respondents in colleges is presented in Table 3. 

The data in organization culture research were collected 
applying a questionnaire survey method. This method en- 
sured sufficient respondent selection opportunities and cre- 
ated a possibility for the researcher to obtain additional in- 
formation, applying an observation method on relevant 
problematic research issues and to form an opinion about 
the relevance of the research problem and its significance 
taking into account the respondents' reaction. 

The essential goal of the survey was to clarify the or- 
ganization culture created in the researched college. The 


3 lentele. Tirlamiy kolegijiy respondentiy (destytoju ir studentiy) skaiciai 
Table 3. Distribution of the respondents (teachers and students) 



STUDENTAI / STUDENTS 

DESTYTOJAI /TEACHERS 

BENDRAS 
RESPONDENT^ 
SKAICIUS/ 
GENERAL NUMBER 
OF RESPONDENTS 

K0LEGIJA / 
COLLEGE 

Baigtine 
generaline 
visuma/ 
Final general 
sum 

Atrankines 
visumos dydis / 
Selected size 
of the sum 

Pagrindinis 
apklausiamiyjiy 
skaicius / 
Main number of 
the respondents 

Baigtine 
generaline 
visuma/ 
Final general 
sum 

Atrankines 
visumos dydis/ 
Selected size 
of the sum 

Pagrindinis 
apklausiamiyjiy 
skaicius/ 
Main number of 
the respondents 

A 

981 

284 

100 

11 

11 

11 

111 

B 

568 

235 

82 

6 

6 

6 

88 

C 

347 

186 

100 

16 

16 

16 

116 

Is viso/ Total: 

1896 

705 

282 

33 

33 

33 

315 
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klausimai atitinkamai destytojams ir studentams su- 
skirstyti j organ izacijos kulturos lygmenis pagal tokius 
kriterijus: 

1) respondentg poziuris j akivaizdziq organizacijos 
kulturq (klausinuj grupes apie simbolius, kalbq ir kt.); 

2) respondentg poziuris j bendras organizacijos 
vertybes (asmens identifikavimas, demesys grupei, in- 
tegracija, prieziura, rizikos tolerancija ir kt.); 

3) respondentq poziuris j bendruosius organizacijos 
susitarimus (organizacijos filosofija, vertybiq svarba). 

Organizacijos kulturos lygmenys tirti remiantis 
aukstojo neuniversitetinio mokslo bruozais. Istirti tik 
reprezentatyvus ir informatyvus kriterijai. Tokiq orga- 
nizacijos kulturos charakteristikq atskleidimas kaip de- 
mesys zmonems, orientacija j rezultatus ar priemo- 
nes, sistemos atvirumas -reikalauja atskiro, issames- 
nio tyrimo. 

Stebejimo metodu buvo tiriamas vienas organiza- 
cijos kulturos lygmenq - akivaizdzios kolegijos kultu- 
ros elementai: kolegijos fizine aplinka (pastatai, pa- 
talpos, interjeras ir pan.), simboliai (kolegijos simboli- 
ka, estetiniai elementai ir pan.) ir kalba (nariq pasako- 
jimai, elgsena, zargonas ir pan.). Tyrime atlikta antri- 
niu dokumentij a/7a//ze kolegijq bendruomenes nariq 
parengtu dokumentq ir surinktq duomenq pagrindu. 
Sio metodo tikslas - pateikti trumpq kolegijq istorijos 
apzvalgq, isanalizuoti pagrindinius kiekybinius ir ko- 
kybinius pokycius jose. Tai pagalbiniai tyrime taikyti 
metodai, leidg labiau jsigilinti j organizacijos kulturos 
kurimo procesq tiriamose kolegijose. 

Atlikta kiekybine ir kokybine tyrimo duomenq ana- 
lize. Tyrimo (anketines apklausos) duomenys apdo- 
roti SPSS 12.0 for Windows ir Microsoft Office Excel 
’03 programomis siekiant issiaiskinti, kaip respondentq 
atsakymai pasiskirste atskirose kolegijose, ir atskirai 
jvertinti destytojq ir studentu nuomones. 

Atliktos anketines apklausos analizes pagrindu nu- 
statyti tokie nevalstybiniq kolegijq organizacijos kul- 
turos ypatumai: 

• studentai (zr. 1 priedq, 1 pav.) per siaurai suvo- 
kia arba ne visuomet aiskiai isskiria is kitq savo kole- 
gijos misijq. Taciau dauguma respondentq jsitiking, 
jog jq organizacija gali tapti modernia, ypac gero ly- 
gio kolegija (zr. 1 priedq, 2-3 pav.); 

• daugumos respondentq vertybines orientacijos 
pagrindqsudaro visuomenines (atsakomybe, toleran- 
cija, laisve) ir bendrazmogiskosios (teisingumas, pa- 
garba zmogui) vertybes, taciau jiems truksta gilesnio 
organizaciniqvertybiqsuvokimo (zr. 1 priedq, 1-2 len- 
teles); 

• darbas kolegijose destytojams reiskia buvimq 
akademineje aplinkoje ir pragyvenimo saltini; tik dalis 
jq siekia prestizo ir kurybines saviraiskos (zr. 1 prie- 
dq, 4-5 pav.); 

• studentai susieja save su busima profesija, jq pri- 
klausymas kolegijai laikomas daliniu (zr. 1 priedq, 6 pav.); 

• destytojq ir studentq paritetiniai santykiai pletoja- 
mi is dalies; nors, destytojq nuomone, dauguma stu- 
dentq nusipelno studento vardo, jie yra is esmes su- 
brendp paritetiniams santykiams, taciau egzistuoja jvai- 
rios priezastys (ziniu vertinimo objektyvumas, sociali- 
nio statuso skirtumas ir pan.), kuriq pagrindu galima 
daryti prielaidq, kad kolegialaus bendravimo ypatumai, 


presented questions to teachers and students were divided 
into blocks according to the following criteria: 

1 . Respondents’ approach to the organization culture - 
evident culture (question groups about symbols, language, 
and etc.); 

2. Respondents’ approach to the organization culture - 
common values (personal identification, attention to the 
group, integration, supervision, risk tolerance and etc.); 

3. Respondents’ approach to the organization culture -com- 
mon agreement (organization philosophy, importance of values). 

Organization culture levels were researched on the ba- 
sis of the features of higher non-university education. Rep- 
resentative and informative criteria were researched. In or- 
der to reveal the attention of the characteristics of organiza- 
tion culture and their attitude to people, orientation to out- 
comes or measures, and openness of the system it is nec- 
essary to perform a separate more comprehensive research. 

One more level of organization culture - evident elements 
of college culture - was researched applying the method of 
observation, physical environment in the college (buildings, 
premises, interior and alike), symbols (college symbolism, 
aesthetical elements, and etc.) and language (narrations of 
members of the organization, behaviour, jargon, and etc.). 
Analysis of secondary document sourceswas performed on 
the basis of documents prepared and collected by the mem- 
bers of college community. The purpose of this research 
was to present a brief overview of the college history and 
analyse the main quantitative and qualitative changes in 
them. These were supplementary research methods that al- 
lowed going deeper into the process of organization culture 
development in the researched colleges. 

Quantitative and qualitative research data analyses were 
performed. Research (questionnaire survey) data were proc- 
essed using SPSS 12.0 for Windows and Microsoft Office 
Excel ’03 programmes aiming at finding how the respond- 
ents’ opinion in different colleges distributed and seeking 
separately to evaluate teachers’ and students’ opinions. 

On the grounds of the performed questionnaire survey 
analysis the following peculiarities of the college organiza- 
tion culture were singled out: 

• Students (see Appendix 1 , Fig. 1 ) perceive the mission 
of the college in a too narrow way or not always clearly. 
However, the majority of the respondents were convinced in 
the potential of their organization to become a modern and 
high quality college (see Appendix 1, Fig. 2-3); 

• common societal values (responsibility, tolerance and free- 
dom) create the basis for value orientation of the majority of the 
respondents; however, the respondents lack deeper perception 
of organizational values (see Appendix 1 , Tables 1-2); 

• teachers admit that work in the college for them means 
being in the academic environment and a source of living, 
only part of them seek for prestige and creative self-expres- 
sion (see Appendix 1, Fig. 4-5); 

• students related themselves to their prospective pro- 
fession and belonging to the college is considered to be 
only partial (see Appendix 1 , Fig. 6); 

• teachers’ and students’ parity relations are developed 
only partly, though, according to the teachers, the majority of 
the students deserve to be college students, they are sub- 
stantially matured for parity relations; however, there exist 
various reasons (objectivity of knowledge assessment, differ- 
ence in social status and alike) that allow to conclude that 
peculiarities of collegial communication that were highlighted 
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isryskejq stebejimo metu, yra labiau studentq manda- 
gumo parodymas destytojams (zr. 1 priedq, 3 lentelq, 7- 
8 pav.); 

• kolegijose jsigalejusios tradicines nuostatos, t.y. 
demesys skiriamas asmeniui, o ne grupei; 

• kolegijq nariq ir jq padaliniq visapusis dalyvavi- 
mas kolegijos veikloje galetu buti pletojamas efektyviau; 

• kolegijose skatinama savikontrole ir savarankis- 
kos veiklos laisve (zr. 1 priedq, 9-10 pav.); 

• destytojai ir studentai yra labiau linkp mqstyti tra- 
diciskai, nera linkp rizikuoti (jiems nesvarbi pasirinki- 
mo laisve), taciau kolegijose pastebimatendencijaska- 
tinti naujoves; 

• destytojq veikla nevalstybinese kolegijose skati- 
nama moraliai; vyrauja objektyvus, teisingas studijq ko- 
kybes vertinimas - destytojai ir studentai objektyviai ver- 
tina vienas kito darbq (zr. 1 priedq, 11-12 pav.); 

• destytojq nuomone, konstruktyvOs konfliktai yra 
reikalingi darbo procese; iskilus emocijomis pagrjstiems 
konfliktams tarp destytojq ir studentq, problemos pa- 
prastai sprendziamos kolegialiai (zr. 1 priedq, 13 pav.). 
Retai pasitaikanciose konfliktinese situacijose tiek des- 
tytojai, tiek studentai elgiasi konstruktyviai; 

• nevalstybines kolegijos yra nedideles, jos sukuria 
palankiqspecifinq darbo ir studijq aplinkqsavo nariams; 
kolegijos turi daug joms budingu simboliu, isskirianciq 
jas is kitq kolegijq, taciau ne visi juos zino; stokojama 
pasakojimq apie isskirtinius jvykius organizacijoje, tra- 
dicijq tpstinumo, perteikiancio ir atspindincio svarbiau- 
sias organizacijos nariq kulturines normas ir vertybes, 
padedancias save stipriau susieti su organizacija; ko- 
legijose nera jprasta pasakoti istorijas apie zymiq, jose 
dirbusiq destytojq veiklq, jdomius atsitikimus, darbo re- 
zultatus; kolegijose vyrauja vienodas netinkamq veiks- 
mq suvokimas, o tai leidzia kolegijq nariams betarpis- 
kai bendrauti, savo veiklq ir tarpusavio santykius grjsti 
abipuse pagarba ir pasitikejimu; taciau stokojama vi- 
sos bendruomenes jsitraukimo j kolegijos renginius; ko- 
legijq nariai geriau zino savo pareigas nei teises. 

ISVADOS 

Apibendrinus tyrimo duomenis, galima teigti, kad ne- 
valstybines kolegijos, kaip aukstojo mokslo institucijos, 
yra gana gerai ispletojusios savo veiklq. Todel akivaiz- 
du, kad kolegijose kuriama ir puoselejama savita orga- 
nizacijos kultura. 

Nustatyta, kad sios kolegijos skiria ypatingq deme- 
sj akivaizdziai kulturai: savofizinei aplinkai (pastatams, 
interjerui ir eksterjerui), simbolikos ir estetiniq elemen- 
tu kurimui. Destytojq ir studentq kalba neissiskiria is ki- 
tq aukstujq mokyklu jokiais specifiniais bruozais - vul- 
garumu, nei specifiniu tarn tikrai mokslo sriciai budin- 
gu zodynu. 

Remiantis bendro tyrimo rezultatq analize, nustaty- 
ta, kad nevalstybines kolegijos turetu skirti didesnj de- 
mesj sisteminiam organizacijos kulturos kurimui. Orga- 
nizacijos kulturos kurimo gairese tikslinga isryskinti tie- 
sioginj organizacijos kuitGros poveikj kolegijq veiklos 
rezultatams, t.y. visuotiniam studijq kokybes valdymui. 
Pastarasis procesas kolegijose vystomas tikslingai, ta- 
ciau ne pakankamai susiejant su organizacijos kultu- 
ros klausimais. 


during the observation are more a demonstration of polite- 
ness to teachers (see Appendix 1 , Table 3, Fig. 7-8); 

• traditional dispositions are well-established in the 
colleges, i.e. attention to an individual not to a group; 

• overall participation of the members of the college 
and their departments in the college activity could be de- 
veloped more efficiently; 

• self-control and freedom of independent activity are 
encouraged in the colleges (see Appendix 1, Fig. 9-10); 

• teachers and students tend to think in a traditional 
way more and are not inclined to take risks (freedom of 
choice is not important to them); however, a tendency to 
foster innovations was noticed in the colleges; 

• teacher activity in private colleges is enhanced using 
moral measures; objective and fair study quality assess- 
ment prevails - teachers and students assess each other’s 
work objectively (see Appendix 1 , Fig. 11-12); 

• according to the teachers, constructive conflicts are 
necessary in the work process; problems are usually solved 
in a collegial way when emotion-based conflicts between 
teachers and students emerge (see Appendix 1, Fig. 13). 
In rarely emerging conflict situations, both teachers and 
students behave in a constructive way; 

• private colleges are small, they create favourable spe- 
cific work and study environment for their members; col- 
leges have a number of symbols peculiar to them and dis- 
tinguishing them from other colleges; however, not every- 
body knows them, they lack stories about exceptional 
events in the organization, continuity of traditions which 
could transmit and reflect the main cultural norms and val- 
ues of the organization members allowing to relate them- 
selves stronger to the organization; it is not a custom to tell 
stories about the activity of famous teachers who worked 
in the college, about interesting happenings, and work out- 
comes; common perception of inappropriate actions per- 
sists in the college which leads to reciprocal communica- 
tion between the members of the college, and allows them 
to ground their activity and relations on mutual respect and 
trust; however, lack of involvement of the whole college 
community into college events was noticed; college mem- 
bers know their duties more than their rights. 

CONCLUSIONS 

Research data generalization leads to the conclusion that pri- 
vate colleges as institutions of higher education have devel- 
oped their activity rather well. It is evident therefore that unique 
organization culture is created and nurtured in colleges. 

It was determined that the researched colleges particu- 
larly focus on the creation of their physical environment 
(buildings, interior and exterior), symbolism and aesthetic 
elements. Teacher and student language does not distin- 
guish itself from that in other higher institutions in any spe- 
cific respect, such as vulgarism or specific vocabulary pe- 
culiar to a certain area of science. 

On the grounds of the general research outcome analy- 
sis it was determined that private colleges should devote more 
attention to the systematic development of organization cul- 
ture. Organization culture development guidelines should 
highlight direct impact of organization culture upon college 
activity outcomes, i.e. upon overall study quality management. 
The latter process is developed purposefully, however, not 
sufficiently relating it to organization culture issues. 
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1 priedas. NEVALSTYBINiy KOLEGIjy ORGANIZACIJOS KULTUROS YPATUMAI 
Appendix 1. PECULIARITIES OF PRIVATE COLLEGE ORGANIZATION CULTURE 



1 pav. StudentLj nuomone apie tal, kalp jle suvokla savo kolegijos misijq (proc.; N = 241 ) 
Fig. 1 . Student opinion on how they perceive their college mission (per cent; N=241) 


Is esmes nepasikeitusi / 
No essential changes 


Grjs j buvusios aukstesniosios mokyklos statusg / 
Will return to the previous status of advanced vocational school 


Moderni, auksto lygio kolegija, akcentuojanti verslo profilj/ 
Modern college of high quality with the focus on business profile 


Moderni nacionalinio lygio kolegija, ispletojusi pilno spektro specialistq rengimq Lietuvoje / 
Modern national level college, preparing a broad range of specialists in Lithuania 


Besiplecianti tarptautine kolegija/ 
Expanding international college 
Taps viena is lyderiq Lietuvoje tarp aukstojo neuniversitetinio mokslo institucijq / 
Will become one of the leaders in Lithuania among higher non-university educational 

institutions 
Nezinau / 
Not aware 

Kita / 
Other 


2 pav. Destytojij nuomone apie tai, kaip jie jsivaizduoja savo kolegijos ateitj po 10 metij (proc.; N=33) 

Fig. 2. Teacher opinion about how they envisage the future of their college in 10 years time (per cent; N=33) 



Is esmes nepasikeitusi/ 
No essential changes 

Grjs j buvusios aukstesniosios mokyklos statusq / 
Will return to the previous status of advanced vocational school 

Moderni, auksto lygio kolegija, akcentuojanti verslo profilj / 
Modern college of high quality with the focus on business profile 

Moderni nacionalinio lygio kolegija, ispletojusi pilno spektro specialistq rengimq Lietuvoje/ 
Modern national level college, preparing a broad range of specialists in Lithuania 

Besiplecianti tarptautine kolegija / 
Expanding international college 
Taps viena is lyderiq Lietuvoje tarp aukstojo neuniversitetinio mokslo institucijq / 
Will become one of the leaders in Lithuania among higher non-university educational 

institutions 
Nezinau / 
Not aware 

Kita / 
Other 



3 pav. Studentg nuomone apie tai, kaip jie jsivaizduoja savo kolegijos ateitj po 10 metg (proc.; N=241) 

Fig. 3. Student opinion about how they envisage the future of their college in 10 years time (per cent; N=241) 





1 lentele. Destytoju ir studentu nuomone apie tai, ar jiems svarbios nurodytos vertybes (proc.; N=27 
Table 1 . Teacher and student opinion on the importance of indicated values (per cent; N=274) 
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Table 2. Teacher and student opinion about the importance of values (per cent; N=274) (on the basis of disposition that the choice should exceed 50 per cent) 
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Highest value Medium value Zero value 

4 pav. Destytoju nuomone apie darbq kolegijoje kaip pragyvenimo saltinj 
Fig. 4. Teacher opinion about work in the college as source of living 



Highest value Medium value Zero value 

5 pav. Destytoji) nuomone apie darbq kolegijoje kaip buvimq akademineje aplinkoje (N =33) 
Fig. 5. Teacher opinion about work in the college as being in academic environment (N=33) 


Nerupestingas ir linksmas gyvenimas / 
Carefree and cheerful life 

Galimybe daug suzinoti / 
Ability to learn more 

Galimybe priimti nestandartinius sprendimus/ 
Ability to make non-standard decisions 

Profesijos jgijimas / 
Acquisition of profession 

Atitrukimas nuo tevq ir savarankiskas gyvenimas / 
Disengagement from parents and independent life 

Kelias j mokslo taikomqjq veiklq / 
Way to applied research activity 

Karjeros pradzia / 
Start of career 


Galimybe buti kulturingoje akademineje aplinkoje / 
Possibility to be in cultured academic environment 

Kita / 
Other 


0 10 20 30 40 50 60 70 80 


6 pav. Studentg nuomone apie buvimo studentu reiksmg (proc.; N = 241 ) 

Fig. 6. Student opinion about the meaning of being a student (per cent; N = 241 ) 
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3 lentele. Destytoju (N = 33) ir studentij (N =243) nuomone apie tai, ar ju kolegijos studentai yra verti studento vardo (proc.) 
Table 3. Teacher (N = 33) and student (N=243) opinion on the question if their college students are worth student’s name (per cent) 



DESTYTOJl) NUOMONE/ 
TEACHER OPINION 

STUDENTIJ NUOMONE/ 
STUDENT OPINION 


AKOLEGIJA/ 
COLLEGE A 

B KOLEGIJA/ 
COLLEGE B 

C KOLEGIJA/ 
COLLEGE C 

AKOLEGIJA/ 
COLLEGE A 

B KOLEGIJA/ 
COLLEGE B 

C KOLEGIJA/ 
COLLEGE C 

Visi (100 proc.) / 
All (100 per cent) 

0 

0 

18,8 

8,9 

8,8 

15,5 

Dauguma (75 proc.) / 
Majority (75 per cent) 

18,2 

66,7 

62,5 

52,9 

56,1 

54,8 

Puse (50 proc.) / 
Half (50 per cent) 

45,5 

33,3 

18,8 

35,3 

33,3 

20,2 

Mazuma (25 proc.) / 
Minority (25 per cent) 

36,4 

0 

0 

2,9 

1,8 

9,5 

Ne vienas/ 
No one 

0 
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Ne, nes per mazai zino / 
No, as they know too little 


Ne, nes per didelis amziaus skirtumas / 
No, because of large age difference 



P Akolegija/ 
College A 

Bkolegija/ 
College B 

P C kolegija / 
College C 


Ne, nes pernelyg jauni / 
No, as they are too young 


Ne, nes pernelyg jauni / 
No, as they are too young 


Ne, nes trukdo objektyviai vertinti jg zinias / 
No, as it would hinder objective assessment of their knowledge 



Ne, nes jauciamas socialinio statuso skirtumas / 
No, because of difference in social status 


Taip / 
Yes 
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7 pav. Destytoju nuomone apie tai, ar jq kolegijos studentai yra pasirengg paritetiniams santykiams 
ir lygiateisiam bendravimui su savo destytojais respondentais (proc.; N=33) 

Fig. 7. Teacher opinion if their college students are ready for parity relationship 
and collegial communication with their teachers (per cent; N=33) 
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Taip, per mazai zinau / 
Yes, I know too little 
Taip, per didelis amziaus skirtumas / 
Yes, age difference is too large 
Taip, isankstinis destytojg nusistatymas / 
Yes, teachers prejudice 
Taip, esu pernelyg jaunas(-a) / 
Yes, I am too young 
Taip, destytojai mangs nepripazjsta / 
Yes, teachers renounce me 
Taip, socialinio statuso skirtumas / 
Yes, social status difference 

Niekas netrukdo / 
No obstacles 

Kita / 
Other 


8 pav. Studenti) nuomone apie tai, ar jiems trukdo kas nors bendrauti su destytojais paritetiniais pagrindais (proc.; N =243) 
Fig. 8. Student opinion about the obstacles to communicate with teachers on parity principles (per cent; N=243) 
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□ A kolegija / College A 
g B kolegija / College B 
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Negaliu atsakyti / 
Cannot answer 


9 pav. Studenti; nuomone apie tai, ar studijg proceso kontrole varzo ju akademing laisvg (proc.; N=241) 
Fig. 9. Student opinion if study process control restricts their academic freedom (per cent; N=241) 
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10 pav. Destytojq nuomone apie tai, ar studijg proceso kontrole varzo jg akademing laisvg (proc.; N =33) 
Fig. 10. Teacher opinion if study process control restricts their academic freedom (per cent; N=33) 
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□ A kolegija / College A 
|| B kolegija / College B 

□ C kolegija / College C 


























Taip, adekvaciai / Ne, per prastai / Ne, per gerai / 

Yes, adequately No, too poorly No, too well 


11 pav. StudentLj nuomone apie tai, ar destytojai teisingai ir adekvaciai vertina jg zinias (proc.; N = 241 ) 
Fig. 11. Student opinion if teachers assess their knowledge fairly and adequately (per cent; N=241) 



12 pav. Destytojq nuomone apie tai, ar studentai teisingai ir adekvaciai vertina jq darbq 
Fig. 12. Teacher opinion if students assess their work fairly and adequately 


Issiaisking issprendziame konfliktq patys / 
Clarify and solve conflict themselves 

Bandau sprgsti konfliktq, taciau kita puse priesinasi / 
Try to solve conflict myself, but the other side resist 

Dazniausiai nubaudziamas destytojas / 
Most often the teacher is punished 

Dazniausiai nubaudziamas studentas / 
Most often the student is punished 

| konfliktq jtraukiama administracija ir nubaudziama kaltoji puse / 
Administration is involved in conflict and the guilty are punished 

Konfliktas nesprendziamas / 
The conflict is not resolved 
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13 pav. Destytojq nuomone apie tai, kaip dazniausiai sprendziamas emocijomis pagrjstas konfliktas, kilqs tarp destytojo ir studento (proc.; N=33) 
Fig. 13. Teacher opinion about the most frequent solution to emotionally grounded conflict between a teacher and student (per cent; N=33) 





